The literature on management practices indicates that the company's performance depends largely on the skills of its leader, when the intuition of the latter is based on the instruments and rational management methods. The aim of this study is to analyse the relationship between the gender and management practices in terms of current operations (Production, marketing, finance, …), identify the characteristics of the owner-manager of SMEs (male and female specific), and detect the points of divergence and convergence between women's and men's management. To do so, we conducted a theoretical analysis of the main concepts and indicators that allowed us to develop a research model. The analysis of the answers was based on a survey adressed to a sample of owner-managers. Our findings confirm that the personal characteristics of the owner-manager influence the management practices. The results of the comparison between the Moroccan ruling woman and man, show that there are no real differences in management style, but rather some shared values between them. This paper provides a theorical contribution on the link between the profile of owner-managers and management practices including the gender parameter. In terms of pratical contribution, it contribute to understand behavior of Moroccan SMEs owners and to show the importance of this two dimensions, the profil of owner managers and gender approach, it can be also considered as a recent study of the typical profile of owner-managers in an emerging country such as Morocco. We try, through this work, to contribute to this field of research which remains very fertile.
Introduction
Small and Medium-size Enterprises (SMEs) have a substantial contribution to the Moroccan economy, representing 95% of Moroccan companies, according to statistics by the Confederation of SMEs. They are present in major sectors e.g., agriculture, industry, services and tourism, communication, transport, and financial services. In this context, given the nature of SMEs, the performance of the company is built upon the manager's influence. It is also this relative weight that manifests itself most prominently in the design and implementation of strategic decisions, which places the owner as our primary unit of analysis. The literature on management practices indicates that the performance of the company largely depends on the manager's abilities. Also, the manager's intuition draws upon instruments and rational management techniques.
Currently, Morocco is going through radical economic and social changes. According to the results of our investigations, few studies were identified on entrepreneurship specifically comparative studies. For this reason, we have chosen to work on this field of research and provide a recent description of the typical profile of Moroccan owner-managers (male and female) through a comparative study (based on gender approach) of management practices.
Based on these considerations, and on the premise that the manager is entirely responsible for the direction of the business, its success and its failure, the purpose of this research is to gain an in-depth understanding of the relationship between management practices and the owner-manager's characteristics as well as the points of divergence and convergence between male and female management. profile of Moroccan owner-managers. The second level is of an explanatory nature, seeking to verify the relationships between the manager's personal profile, the company characteristics and management practices, and the differences/similarities between male and female management practices within the organization. SMEs are often created by one owner-manager and their success, therefore, relies on their capabilities and vision of management more than any other factor (Thompson, 2009) .
In our analysis, we provide an answer to the following two questions:
 Does the owner-manager's profile influence management practices?
 To what extent do female and male owner-managers converge in their management practices?
Our contribution proposes answers to these questions for a clearer understanding of the relationships potentially existing between the manager's profile and management practices and detect the points of divergence and convergence between women's and men's management. To proceed, the theoretical framework will depict the general context of SMEs. Then, after describing the methodology adopted in this article, the main results, along with discussions, will unfold.
Literature Review
The success of small companies heavily depends on the human capital of their owner-managers (Jones et al., 2007) , they start to manage their companies with a unique set of human capital , including, for example, personal profile, level of education, experience, etc. As proven by Karami and al.( 2006) , professional experience and education enable a entrepreneur to develop formal strategic plans. Moreover, personal characteristics impact the performance in terms of decision-making speed, decision type and strategy formulation. By contrast, Marshall (1995) , demonstrates that gender-approach doesn't impact the leadership or the management of the company.
According to these prior theories, we will study whether, in the moroccan context, the manager's personal characteristics and the gender-approach influence the management practices.
Owner-Manager's Profile and Management Practices
Drucker (2011) defines management as "a specific practice that converts a mob into an effective, purposeful and productive group". However, there exist certain variables, on which depends the performance of management, such as structure, environment, culture, and context, which can be combined with the owner-manager's characteristics. This is the subject of our first theoretical part, where we attempt to present the variables related to the profile of the owner-manager.
Age of the Owner-Manager
Age of owner-managers often exists in research as a variable leading to differential results. Researchers have shown great interest in what stems from associations between the age of individuals and their cognitive system. For instance, Lacasse (1990) shows that maturity of entrepreneurship is reached at the age of 35-45, during which the entrepreneur has accumulated new skills and experiences helping to undertake crucial decisions. Business starting at a young age has been found to associate with higher mortality rates (Taylor, 1987) . In regard to age differences and how they relate to gender, Welsch and Young (1984) show that female owner-managers in the United States are younger than their male counterparts at the start of their entrepreneurial project, with an average age of 25-40, against male owner-managers whose age at the start is over 43. We expect a positive relation between the age of Moroccan owner-manager and management practices.
Level of Training of the Owner-Manager
Training is of crucial importance in the emergence of leaders in the company. The level of education represents a variable often privileged in the literature. In this context, Lalonde (1985) discusses the correlation between management practices and training in the business field as being of great significance. In the same study sampling owner-managers, of all the personal characteristics of the studied population, the level of education remains the most highly correlating variable with management practices. The level of education is expected to be positively related to management practices.
Family History of the Owner-Manager
Family environment, according to the literature, also appears to have a stimulating effect on the person's decision to start a business. Family, in general, is key in the desirability and credibility of an entrepreneurial action. For that, Leibenstein (1968) attests that being born into a family of business people appears to grant the entrepreneur a substantially higher evel of self-confidence compared to other entrepreneurs who come from a different family environment. Although the family is distinct as an independent variable forming the ground for businesses to start, its influence on management practices remains uncertain. In Lalonde's (1985) study, no significant relationship between family history and management practices was found. In the Moroccan context, we expect a negative relationship between the family history of the owner-manager and management practices. This is because, in the Moroccan culture, entrepreneurship and risk-taking are not sufficiently encouraged.
Experience of the Owner-Manager
According to Hisrich and Brush (1984) , previous work experience can be a stimulating factor for entrepreneurial action. The transition from employee status to entrepreneur status can improve technical experience about suppliers, sectors, markets, etc., and can, subsequently, ensure good management of the company. Entrepreneurs, male and female, mostly had professional experience prior to the development of their own business. The difference resides solely on the type of experience (Zouiten, 2004) . Professional experience can be compared to a springboard for business creation. These results are confirmed via other previous researches (Phillips, 2002; McClelland, 2004; Rachidi, 2006) . Hence, the experience of the owner-manager and management practices relationship is expected to be positive.
Gender and Management Practices
Many comparative gender-related studies have shown the existence of significant gender-based differences in management styles (Rosener, 1990; Mukhtar, 2002; Bruni & al., 2004) . Other studies, on the other hand, have concluded that there is no gender difference in management styles (Xie and Whyte 1997) . In the same vein, Marshall (1995) substantiates the idea that there exists no significant gender-based difference in leadership or management. According to Buttner (2001) , the implementation of participative management is regularly exposed to research on female managers, who appear to aspire to build harmonious relationships with their employees by involving them in the decision-making process. Female managers believe that their employees' work will be more effective if they feel respected in the workplace. They choose to motivate their collaborators rather than control them. In terms of results, Jennings and Mc Dougald (2007) confirm that female owner-managers have smaller businesses and less turnover and benefits due to work-family conflicts compared to their male counterparts. In the same context, Riebe (2005) conducted a study in which female managers from the United States, Ireland, and Finland have created businesses exceeding half a million dollars in sale revenues. He concludes: "It would be impossible to extrapolate the size, the sector, the age or the nationality of these women-led enterprises based on the answers that they give to my questions about their management practice: the only determining factor of their answer was sex".
The researcher notices a style of management leaning toward the pursuit of flexibility, the establishment of a positive working environment, and an efficient style of team management.
The main criticisms around this theory, however, can be summarized by Gutek (1993) under the argument of gender roles as the way female managers are perceived by subordinates and how it influences the results of research and seems to be influenced more by stereotypes.
Other studies have shown that women's management is more oriented towards flexibility and create a family atmosphere with collaborators (Riebe, 2005) . Du Rietz and Henrekson (2000) , have shown that the difference in terms of performance between male and female firms is tending to disappear. Cornet et Constantinidis (2004) , concluded that "if we look at the survival rate, it would be rather favorable for women, for growth and performance, no significant difference between the two sexes." Chabaud (2013) , shows that men make decisions by agreement with collaborators more than women. The difference is, however, significant, women managers make their decisions by agreement with their family, and less with employees, than men. Jennings et Mc Dougald (2007) , suggest that women have smaller businesses and less turnover and benefits because of work-family conflict.
Our synthesis of the hypotheses is presented in the table below (Table1). The older the owner, the more management practices they use H2
The higher the level of instruction, the more management practices they use H3 The more experience the owner's family history has in entrepreneurial experience, the more management practices they use. H4
The more accumulated experience, the more efficiently they use management practices H5
Management practices vary according to the owner-manager's gender
Methodology
The present study was conducted using a questionnaire administered to a sample of 119 CEOs of whom 66.4% were male. The data collected was analyzed using SPSS Statistical Software Program. Our sample included organizations working with entrepreneurs within the biggest cities of Morocco. After checking the lists offered by these organizations, we compiled a database of more than 400 addresses of female and male entrepreneurs, of which 119 usable questionnaires were retrieved. Non-probability sampling method, particularly reasoned choice sampling, was adopted. For the collection of data, two methods were used-face-to-face interviews and online questionnaires using a web link shared with our target interviewees. The questionnaire consists of four parts, with the first part being information about the manager; the second, information about the company; the third, information about the environment of the company; and the last, information about management practices. As a prelude to the study, we developed and administered a pilot questionnaire in order to verify the credibility of advanced research hypotheses.
Regarding the diversity of SME definitions, we have chosen the one below to select our sample.
Indeed, are considered as SMEs companies that1 :
-Employ less than 250 employees ;
-Have a turnover inferior to 27 million euros ;
Based on this definition, we present below some characteristics of our sample:
The sample includes mainly Moroccan privately-owned SMEs. This choice is justified by the evolution of their owners in business and the relations that may exist between the owner-managers and their business.
We consider individuals who are involved in their own business.
The selected SMEs for this study operate in the sectors of service, trade, industry and high technology. This is due to the fact that the majority of the Moroccan SMEs operate in these sectors and to the need to study companies with sufficient degree of complexity to justify management practices.
Our study targeted large cities in all regions of Morocco. Our model of analysis is informed by the general framework provided by Campbell & al. (1970) . This framework is defined as a schematic portrait of the factors determining the expression of owner-manager management behaviors, which are considered in the prediction of managerial efficiency. The framework consists of a set of variables deemed relevant according to the literature on management practices.
It has four dimensions, the first of which includes variables related to the owner-manager profile, i.e., age, education, family history, and experience. The second concerns the gender dimension that we have chosen to present fully in our research model, given that this is a pivotal research question in our study. The third dimension concerns organizational environment and is added to the model to take into account the information that the owner-manager receives about the situation of the company (competition, customer, suppliers, bank, etc.), which acts on the dimensions of the model, but on which there is little control. The fourth dimension is about entrepreneurial, functional, and technical management practices. Our research model is presented in the figure below ( Figure 3) . 
Findings
We start this part by presenting the results of the corroboration of the hypotheses and the conceptual model. Then an overall synthesis of our results.
The validation of the first group of hypotheses (H1: The older the owner, the more management practices they use. H2: The higher the level of instruction, the more management practices they use, H4: The more accumulated experience, the more efficiently they use management practices) confirms the influence of the owner-manager's personal profile on management practices. The personal profile is a positive indicator of the potential ability to take on new responsibilities. This finding is more palpable within SMEs since the manager has direct power over the company's activities, the limited number of employees, and the small size of current operations. The success or the failure of SMEs, therefore, depends in the first place on the leader. Similar to what has been suggested by other researchers, Sweeney (1982) shows that small businesses are worth what the people are worth. If they are good they can do exceptional things.
In accordance with the literature, our results appear to show that age, status, level of education, and experience are the personal characteristics most likely to influence the owner-manager's management practices. The results have also showcased that during the start-up period, chances of success come mainly from the adequacy of the manager for the project (Fortin, 1990) .
Hypothesis H1, which has been validated, states that the older the owner-manager, the more management practices they use and the better they manage their business. It should be noted that age is a factor likely to discriminate individuals in their projects in general and in terms of business creation and management in particular. In other words, the older the owner-manager, the more sufficient experience, competence, and self-confidence they gain. This result corroborates the work of Taylor (1987) , who holds that starting a business at an early age leads to a higher mortality rate due to insufficient experience, capital, and know-how.
We have also validated Hypothesis H2, which suggests that the higher the level of education, the more management practices used. In other words, an owner-manager who has a high level of education is more likely to be able to assess the environment and to adapt to it. The findings accord with those of Mayer and Goldstein (1961) , who explain that the success rate of firms is associated with higher levels of training among managers.
Similar results obtained by Robidoux and Gamier (1973) substantiate the theory, the higher the manager's level of education, the higher the growth rate. In SMEs, better training of the manager ensures the growth of this structure since SME managers must be able to play the role of the owner, accountant, buyer, financier, etc. on a daily basis.
Also validated, Hypothesis H4 suggests a relationship between the owner-manager's professional experience and management practices. It is true that this relationship has been widely cited in the literature as an important variable for the crucial role of experience in the decision to start a business. However, it should be noted that this is experience in the same field, and therefore its degree is measured by the number of years the individual has worked in the environments related to the subject area.
No link, however, between family history and management practices has been found. The rejection of hypothesis (H3: The more experience the owner's family history has in entrepreneurial experience, the more management practices they use) can be explained by the following reasons: The literature on the manager's family as having an influential effect on the decision-making process is developing; family environment has a ripple effect on the decision of project starters. This finding is consistent with the work of several researchers, amongst whom is Leibenstein (1968) , who states that being born into a family of business people fosters the entrepreneur's level of self-confidence. However, similar influence on management practices or company performance is non-existent; Lalonde's (1985) research results did not detect any significant relationship between a family of business and management practices at the time of starting a business. According to the literature, the manager's family partly accounts for the difficulty or success that the entrepreneur is predisposed to.
Hypothesis (H5: Management practices vary according to the owner-manager's gender) has been partly validated. We relate to the relationship between the manager's gender and management practices. It should be noted that the notion of "female management style" has drawn the attention of many researchers over the last years. Many comparative gender studies have shown the existence of significant differences between female and male management styles (Rosener, 1990; Mukhtar, 2002; Bruni & al. 2004) . Other studies, on the other hand, have maintained that gender has no differential effect on management styles (Xie and Whyte 1997) .
The four hypotheses retained are represented on the final model. The refuted hypothesis has been removed (Figure 4) . On the descriptive stage, which was the premise of this research, the main objective was to compare enterprises on the gender scale, particularly in terms of the profiles of SME owner-managers and their relationships with the environment. After this generic observation, we will present the results of our study taking into consideration gender as a variable.
On the whole, the study shows that the differences are generally minimal; these findings corroborate the work of other researchers (MarshXie and Whyte 1997), who contributed with substantial literature to the topic of gender-based differences and similarities, which did not result in any significant difference at the level of the skills and practices used to assess potential for leadership or management. The initial results from this study show that the age of female owner-managers is the same as that of their male counterparts, with an average of 31-50. A large majority of them had professional experience before having the status of owner-manager, which supports the work of Lacasse (1990) , who indicates that maturity of entrepreneurship is reached at the age of 35-45. This is because the owner-manager has enough time to accumulate new skills and experience. For the researcher, it is the combination of two factors age and experience that favors the decision to start a business.
A second observation concerns Moroccan female and male managers having a high level of education (university and professional), being married, and having children. In general, the initially elicited results do not reveal any significant differences in the profiles of Moroccan female and male leaders. Regarding the characteristics of their businesses, we found that the majority of female-owned businesses operate in the trade and services sector-a finding that also corroborates the work of Hisrich and Peters (1991) , which holds that "the nature of the activity performed differs according to whether the company is created by a man or a woman. The findings also confirm Bardasi's (2011) study, which shows that female owner-managers create companies in less buoyant sectors. Also found is that female-created businesses are a relatively recent phenomenon. In Morocco, the emergence and development of female entrepreneurship were witnessed only in the 1980s. This recent emergence explains the lack of reliable statistics on the reality of Moroccan female entrepreneurs. As regards staff, the majority of female-created businesses manage a workforce of approximately 100 employees. Jennings and Mc Dougald (2007) suggest that female managers have smaller businesses and less turnover and benefits on account of work-family conflicts. Their male counterparts, on the other hand, can immediately embark on major creative projects. This finding supports other similar research studies (Wilson & al. 2007; Maes & al. 2014) , which maintain that male managers are more adventurous in their careers, as opposed to female managers, whose socially-associated family constraints and responsibilities lead to the unlikeliness to develop projects with high potential.
With regard to environment as another affecting variable, female managers have been found to manage their relations with their environment similar to their male counterparts, with a few peculiarities. For example, as to the management-bank relationship, particularly the procurement of cash facilities, a large majority of female leaders declared that they cannot easily benefit from these facilities due to the lack of confidence of the bankers. This supports the results from Lightstone (1997) , which reveal that "the rate of refusal of loans remains higher for companies whose owners are women (23%) compared to men (14%)".
The same results concerning the management-suppliers relationship were found; a majority of female leaders admitted their inability to quickly earn the confidence of their new suppliers. This finding accounts for cultural aspects, wherein women have long been primarily assigned domestic work from a very young age.
Our results show that there are no significant differences between female management and male management. The exception resides in the former having a different approach towards human resources. Consistently with Buttner (2001) , the results prove that female management is more of a participative management style, given the non-controlling and motivating nature of this style.
Conclusion
The proposed model has provided answers to the following general question: Does the owner's profile influence their management practices? And to what extent do female and male owners converge in their behavior of management?
This general question has been broken down into three sub-questions designed to explore each dimension of the model.
For each of these dimensions, a literature review and a theoretical argument were presented, which allowed for hypotheses and relations between the variables. Following the proposed model, two sets of assumptions were issued and verified. The paper adopted a comparative approach, which enables a typical profile of Moroccan female managers to be compared to their male counterpart.
The results have revealed minimal differences in female management that are characterized by a more motivating and less controlling relationship with their staff. The study is also a reflection on management practices in Moroccan SMEs, particularly on female entrepreneurship as a model of economic and social growth.
This work has some limitations as it has studied just the 15 biggest Moroccan cities . Furthermore, we couldn't take into consideration the spatial and cultural dimension of the different regions in terms of the behavior of women managers. As a perspective, we expect to proceed to a gender study of the entrepreneurial behavior in each project phase, namely the pre and post implementation, considering the geographical and cultural dimension of each region. Moreover, our results can also be extended to study the behavior of non-moroccan managers, by comparing Morocco to another emerging county with a similar context. The objective will be, for example, to compare the degree of evolution, experience, etc.
